The purpose of the study was to find out the relationship between Organizational Climate (OC), Employee Psychological Empowerment (EPE) and innovation in Market and Social Research Firms (MSRFs) in Kenya. This was motivated by inconsistent empirical findings of the previous scholars on the effect of organizational climate on innovation. Besides, it was inspired by the omission of the employee psychological empowerment as intervening variable between OC and innovation. This study therefore, investigated the effect of OC on EPE and EPE on innovation. Further, direct effect of OC on innovation was also assessed. To address these objectives, this study used cross-sectional research design. The data was collected using a structured questionnaire and analyzed using Structural Equation Modelling (SEM). The study found the effect of training support on EPE and innovation was positive but insignificant while work place support on EPE had partial effect but insignificant effect on innovation. However, transformational leadership was found to be significant on both EPE and innovation. Further, the EPE had partial mediating effect between leadership and innovation. The findings offer more insights to the theorists of intrinsic motivation that intrinsic motivation taps on some organizational climate factors to promote innovation. The results could be helpful to human resources practitioners and policy makers when deciding on a mix of organizational climate factors to promote innovation in institutions. Consideration of multiple organizational factors as opposed to a single factor to enhance innovation at micro level in their work place is hinted.
Introduction
The 21 st century global business environment is bedevilled with fast changing technology, growing volatility, global competition, organization change, social conflicts, environmental degradation and high rate of unemployment among others . To overcome these challenges, nations and organizations need to hire creative and innovative employees . This is because innovation has been found to be one of the most critical tools in today's fast changing environment that can enable nations, organizations, change managers, employees and society to overcome the many challenges and enhance the common good of the society .
However, most organizations consider innovation from a financial perspective and at a strategic level, neglecting other factors at micro level which too have an impact on the innovation. Among such factors include organizational climate factors and innovation at employee level. This is a fact supported by who on their part argued that organizational climate factors can positively influence level of innovation in organizations, but are inadequate in the absence of psychological empowerment of employees and their managers. This area hence, has attracted scholars with an aim to study, understand and document the relationship between organizational climate and innovation at the workplace. In the verge of this, scholars have used different measurements, some based on outcomes, others based on levels of operations, while others based on different rating styles, different models, and different techniques of data analyses Kaufaman, Plucker & Baer, 2008; .
Use of different models and different number of questions in the instrument used by different scholars has resulted in inconsistent findings on the relationship between organizational climate and innovation (Hunter et.al., 2004) . For example, found inverted U-shape relationship, found a positive significant relationship while found a negative association. These inconsistent results caused , and to argue that the inconsistency could be due to something else unknown yet. Wanberg and Banas (2000) posited that certain organizational climate factors combined with other micro factors can resolve this inconsistency. This was complimented by and who by focusing on employee psychological empowerment, found out that it stimulates innovation by providing employees with social, emotional and technical support needed to influence innovation. But even with such insight, the few researchers who attempted to study the influence of psychological empowerment on innovation, have focused on managers alone leaving out the lower cadre staff (Nijstand & Stroebe, 2006; ). This has not solved the problem of inconsistency on outcomes but have left the scholars divided on the outcomes of influences of organizational climate to innovation. This has left organizations unaware of organizational climate variables to focus on if they aim at yielding high levels of innovations (Muturi, Ochieng & Douglas, 2015) . It is on this premise that this study considered a model with some omitted OC variables mediated by EPE at employees' level to find out the influence they have on innovation in the service sectors which have not been researched before. This study further documents and compliments the OC theories.
This study therefore, considered employees rating of organizational climate variables that included supervisor support, training support, co-worker support, leadership and employee psychological empowerment indicated by meaning, competence, impact, and self-determination as the mediating variable between OC and innovation. Innovation was measured by idea generation and implementation. Since most of the previous analytical methodology applied were correlation and regression analyses which did not resolved the inconsistency, this study progressively applied structural equation modelling technique to analyze these multiple relationships in order to improve the accuracy in the effort to further improve the results.
Literature Review

Concept of Organizational Climate
This is the perceptions or feelings of employees about their working environment (organizational climate) and characteristics of certain employees within the environment such as supervisors and leaders Dul & Ceylan, 2011) . Such feelings influence behaviours and attitudes of employees to innovate or not to. If these organizational climate factors and individual characteristics are assessed, they can help estimate the level of innovation existing and propose interventions to improve it (Dodd, Smith, & Wards, 2002) . According to and, the perception of working environment and characteristics of certain individuals within the environment such as supervisors and leaders can either promote or inhibit the level of innovation. On their part, posited that organizational climate dimensions, size and resources combined positively promote innovation. An organizational climate perceived to allow employees to access information on organizational vision and individual performance was found to improve level of innovation (Speitzer, 1995) . In furtherance to assessment of how organizational climate factors influence innovation, some scholars focused on organizational formal rules and structures as organizational climate dimensions and reported that the two factors can positively influence level of innovation in organizations, but are inadequate in the absence of psychological empowerment of employees and their managers .
Concept of Employee Psychological Empowerment
Psychological empowerment is the motivational concept of self-efficacy. It is an intrinsic task motivation exemplified by four cognitive elements. These include meaning, impact, competence, and self-determination. Meaning describes the value of a work goal or purpose, judged in regard to an employee's own ideals or standards (Thomas & Velthouse, 1990) . Meaning is the fit between the work requirements, role, beliefs, values, and behaviors as cited in . Competence refers to employee's self-efficacy in regard to belief and capability to perform activities with skill he/she has . It is the personal mastery, or effort-performance expectancy . Self-determination on its part is the individual's sense of having choice in initiating and regulating actions . Self-determination reflects freedom in the initiation and continuation of work behaviours and processes about work methods, pace, and effort as cited . Impact is the degree to which an employee can influence strategic, administrative, or operating outcomes at workplace . The four dimensions are argued to combine additively to create an overall construct of psychological empowerment which further enhance creativity and innovation. If one of these variables is missing, less empowerment is felt, though not completely eliminated. Empowerment is not an enduring personality trait generalizable across situations, but rather, a set of cognitions shaped by a work environment (Thomas & Velthouse, 1990) . Empowerment reflects people's perceptions about themselves in relation to their work environments . It is a continuous variable; people can be viewed as more or less empowered, rather than empowered or not empowered. Finally, empowerment is not a global construct generalizable across different life situations and roles but rather, specific to the work, which is unique across organizations.
When employees enjoy support of their organizational members they develop a sense of positive psychological conditions ideal for innovation. Employee empowerment has been found to have a positive effect on trust, innovation and organizational performance .
The Concept of Innovation
Creativity and innovation constructs are reported to be closely related and significantly overlap in terms of characteristics (Angle, 1989) . In contrast, creativity is the generation of novel and useful ideas, primarily at the macro level . Innovation on its part is the process by which these ideas are captured, filtered, funded, developed, modified, clarified, and eventually commercialized and/or implemented. Creativity is the precursor of innovation. In order for an organization to remain relevant and competitive in pursuit of its purpose, leadership must pay attention to both ends of the process, generating creative ideas frequently and utilizing its innovation process to realize the potential value of those ideas.
This growing importance of creativity and innovation portends the need for identifying those factors that promote or stifle creativity and innovation to solve the many global and organizational challenges experienced in this century . This has resulted to many studies proliferating focusing on different interests and approaches in trying to identify those factors that influence creativity and innovation as well as understanding more about the two constructs . Some scholars interested in this area, have focused on innovation on the premise of problem solving ability of the generated ideas . In all the studies, researchers have concurred that innovation is very critical for solving the global and organizational challenges sustainably .
Although researchers have concurred that innovation is very critical for any organization, nations, society, change managers, scholars, individual development and change, organizations on their part have found it difficult to maintain high level of employee innovation in organizations . To address the issue of low level of employee innovation in organizations, scholars have identified several factors that may influence innovation . Among the factors identified that can stimulate innovation is the perception or feeling employees form about the working environment and characteristics of certain employees within the environment such as supervisors and leaders . If these organizational climate factors and individual characteristics are assessed, they can help estimate the level of innovation existing and propose interventions to improve it (Dodd et al., 2002) .
Theoretical Review
Organizational climate and innovations are constructs that have continued to attract many scholars in the last fifty years of study. This has therefore culminated to the development theories around them in the verge of understanding the constructs as management tools in a fast-changing environment. Organizational climate theories explained in general the effects of various organizational variables to the business outcome of creativity and innovation. Contingency and organizational learning theories proliferated around organizational climate. Intrinsic motivation theory was evaluated on basis of employee empowerment to deliver innovation and majorly explained the constructs of training in the organizational climate among other variables. Leadership theories on the same breath emerged to explain and demonstrate the influence of leadership has on various business outcomes among them creativity and innovation. This research particularly focused on transformational leadership theory to explain the leadership influence as an organizational climate factor on employee empowerment and innovation in businesses.
Intrinsic Motivation Theories
The theory states that an individual is intrinsically motivated to behave in a certain way when he feels internally rewarded by the behavior chosen . To be creative and innovative on products, processes and services, individuals must feel internally motivated and rewarded. Intrinsic motivation is driven by competence, relatedness and autonomy. It is also shaped externally by recognition, reward, co-operation, autonomy and curiosity. The challenge now is how the owners of the business can create an ideal climate to intrinsically promote continuous innovation which is rewarding, challenging and interesting to all individuals. The two authors look at the leader as the person responsible for this kind of climate and this has motivated the researcher to consider leadership as an organizational climate factor that can influence employee psychological empowerment to promote innovation which from the reviewed literature has rarely been applied in this perspective before. is said to be the proponent of this theory. The theory states that a transformational leader creates high performance team who deliver value through high level of morality and motivation. This kind of leadership is a process found in all levels of the business, teams, departments, divisions and organization as a whole. This leadership demonstrates a visionary, inspiring, daring, risk taking and challenging mind-set on all the activities of the business. These are ideal characteristics for the business to try new thing to survive and grow (innovation). These leaders are said to deliver change in organizations. These leaders possess inspirational motivation, intellectual stimulation, idealized influence and individualized consideration ideal for creativity and innovation . This leadership encourages new ideas from workers and allows them to make and learn from mistakes. They challenge the inefficient processes and discard them. They mentor followers and reward them for creativity and innovation. They allow follower to make decisions and support them to implement their ideas . This leadership uses social and spiritual values to influence followers. Transformational leaders are far looking for the survival of the business, emphasizes co-operation, ethics and community value add. It is a leadership said to be critical to the proper functioning of the society and social institutions (Antonakis & Sternberg, 2004) . This makes this leadership preferred from transactional leadership which is said to be selfish and not short-lived. This leadership is measurable in terms of the leader influence to the followers and can be used to predict their behaviour and performance outcomes (Bass,1985) . The proponent of the new Instrumental leadership postulate that although unique and goes beyond transformational leadership, it was proposed to foster Transformational leadership activities (Antonakis & House, 2014) . Critics of transformational leadership assert that it is a self-promotional leadership that is hard to train and teach. Followers are likely to be manipulated by transformational leaders. They also claim that it is not ideal in stable business environments and on less educated/trained workforce which is the kind of environment facing 21st century businesses.
Transformational Leadership Theory
Componential Theory of Creativity and Innovation
The componential theory of creativity proposed by Amabile (1994) is founded on social and psychological components critical for individuals to be eliciting creative products or solutions. The theory bases its definition of creativity as the production of ideas or outcomes that are both novel and appropriate to some goals. This theory encompasses organizational creativity and innovation, with the effect of the work environments created by managers in organizations. The size of creativity that an individual produce at any given point is a function of the creativity components operating, at that time, within and around that person.
The theory is grounded on the premise that innovation is a deliberate introduction and application within a role, group or organization, ideas, processes, products or procedures, new to the particular department of adoption, started with a view to significantly benefit the individual, the team, the organization or the wider society. For organizations to survive and be sustainable, innovation and creativity must be accelerated. The theory postulates that creativity and innovation is dependent on the level of expertise (skills, training and knowledge), environment he/she is operating in particularly social environment (Personality) and the intrinsic motivation. Support of innovation by the leaders is critical for high level of creativity and innovation.
A weakness of this theory is that control of what to innovate is needed because not all innovations and creativities are beneficial (Hunter et.al., 2007) . The theory takes human beings as the parameter for innovation rather than profit or outcomes. The theory stipulates that innovation of a person is dependent on the judgment of others. Innovation, which is taken to mean commercialization of creativities, can have both impersonal and interpersonal processes of social comparison and judgment. This assumption overlooks that small innovation can also be important in the process. Creativity is majorly associated with individuals, while innovation implementation is taken to be accomplished by groups, organization or societies.
Empirical Review
Effect of Organizational Climate and Employee Psychological Empowerment on Innovation
Psychological perspective, empowerment is defined as a psychological state that is linked to increased intrinsic task motivation based on an employee's sense of self-determination, meaning, impact and competence (Thomas & Velthouse, 1990) as cited by . Employees themselves must psychologically feel that they have power to act and to perform a task. According to and , empowerment is understood as the freedom or autonomy and the authority bestowed on the employees to execute and control their tasks to the best of their abilities. The psychological condition being recognized as an important state or condition at work. Individuals have a primary motive to seek meaning in their work which occurs when individuals feel useful and valuable and that they are making a difference. High quality co-worker interactions create a sense of belonging, a strong sense of social identity and meaning. Loss of social identity can lead to meaninglessness. When an employee feels support from the supervisor and the co-workers at work he is likely to experience psychological meaningfulness at work as support engenders feelings of being worthy, useful, and valued, that the person is making a unique contribution and is not taken for granted cited by . It is proposed that the support felt from the supervisor and the co-workers lead to sense of psychological meaningfulness at work. Prior research has shown that support from the supervisor and co-workers may be an important precursor to innovation through their impact on psychological empowerment of meaningfulness, safety and availability. It has also been found that psychological conditions foster employee engagement in particular work behaviours through intrinsic motivation ). Brunetto, Farr-Wharton, and Shacklock (2007) argued that empowerment strengthens organizational trust which emanate from leadership and this further result to high level of innovation. Jafari and Iranzadeh, (2013) asserted that employees, who makes self-determined choice about their day to day activities, are likely to be more effective and efficient than non-empowered employees. Managers must therefore create an organizational climate that promotes the development of capabilities required to innovate. The management literature has reported that some managerial practices support capabilities development and have a positive effect on innovation. According to , empowerment strengthens trust between employees and leaders. posited that empowerment contributes to the development of interpersonal trust especially between employees and supervisors. Berraies, Chaher, and Yahia, (2014 on their part showed that there is a significant relationship between empowerment and employees' trust in their colleagues, in their superiors and in organization. emphasized also that empowerment is perceived by employees as a pointer that their leaders trust them. According to these authors, this would lead them in turn to trust their managers which is an ideal climate for innovation.
Psychological Empowerment and Innovation
When employees enjoy support of their organizational members they develop a sense of positive psychological conditions ideal for innovation. Employee empowerment has been found to have a positive effect on trust, innovation and organizational performance . Researchers have pointed out that employee empowerment is a critical factor for innovation (Brunetto Farr-Wharton, & Shacklock, 2007; . Such empowerment motivates employees to share their innovative ideas and use their skills in order for organizational success. Some researchers reported positive link between empowerment and innovation while others found a negative relationship or instead no significant link between these variables. , in his study concluded that empowerment did not affect the company's ability to innovate. A study by revealed that this managerial practice has a negative effect on organizational innovation. In the light of such contradictory results, it could be interesting to identify variables that may be included to strengthen employee psychological empowerment to mediate the relationship between organizational climate, leadership and innovation. Brunetto and Farr-Wharton, and Shacklock (2007) argued that empowerment strengthens organizational trust which emanate from leadership.
Methods
Introduction
This study was conducted in Marketing and Social Research Association (MSRA) firms in Kenya. These marketing research firms operate across African countries only. According to the annual report of MSRA (2013) penetrating into new market, especially to the western countries is a key challenge due to lack of access to recent technology such as computerized data collection, slow rate of adoption of online research, access to new sophisticated and affordable software, poor collaboration among the firms, high cost of operations, inefficient resources (HR and capital resources), high competition and lack of standardized quality control. These and other unforeseen challenges affect their performance negatively yet little focus has been given to these firms. Hence, this study focused on the role of organizational climate on innovation because innovation of the individual employees might be one of the avenues to minimize these challenges and to improve innovation which further leads to higher performance. Therefore, this research is conducted in MSRA for two reasons. The first reason was that to find out a way to increase innovations of MSRFs to minimize the existing challenges. The second reason was that to test the relationship between OC, EPE, and innovation which were not yet tested in research firms, particularly in Kenya. These two major issues inspired us to conduct this research in MSRA.
This study adopted a cross-sectional survey research design because it facilitated the collection of data from the employees of many different firms in one industry at one point in time (Kerlinger, 2007) . The population of the study consisted of all the employees in the marketing research firms in Nairobi because most of these MSRA firms are domiciled in Nairobi.
Sample Size
The sample size is determined by the unit of analysis, types of analysis, types of data, margin of error, size of population and variance of the population. The sample size for this study was estimated using two statistical formula developed by and respectively as presented below. provided a statistical table to determine the minimum acceptable sample size for a given population size for continuous and categorical data as depicted in Table 3 .1. The nature of data for this study was continuous (because of five-point scale as the primary variable of measure) and the population size was 4000. Therefore, the minimum sample size for multiple regression and factor analysis based on this statistical tool was 198 at alpha = 0.01, t= 2.58 and margin of error = 0.03. Is this sample size adequate for structural equation modelling? The sample size for structural equation modelling was developed by . His sample size formula was applicable when the estimation method was maximum likelihood. In maximum likelihood estimation, suggested that researchers think about minimum sample size in terms of the ratio of cases (N) to the number of model parameters that require statistical estimates (q). According to , an ideal sample size-to-parameters ratio would be 20:1. Less ideal would be an N: q ratio of 10:1. As the N: q ratio decreases below 10:1 (e.g. 5:1), so does the trustworthiness of the results.
The model parameters that require statistical estimation for this study were 83 parameters, which was calculated from the formula q = Ɵ + Λ + Φ + Ψ + Γ + Β = 29 + 29 + 6 + 6 + 11 + 2 = 83. However, there was no covariance that took place between the structural disturbances in this study. Hence, the model parameters that are estimated in this study were 77. Therefore, the sample size for this study was 770 (77×10). Nevertheless, the sample size collected was 387 and the ratio of sample size to model parameters that require statistical estimation was 5:1(387:77). Hence, this sample size was adequate for structural equation modelling analysis to address the research objectives.
The sampling procedure used to select 770 respondents from the target population of this study was probability sampling. A probability sampling method is one method of sampling that utilizes some form of random selection. In this study, simple random sampling was applied. This assures that each and every employee in the population had equal probability of being chosen as a respondent.
Reliability and Validity
Since the research instrument of this study was five-point scale, Cronbach-Alpha was applied to test the reliability of the research instrument. The Cronbach-Alpha coefficients of greater than 70% indicated that the research instrument used was reliable. The results in table 4.3 shows that the research instrument had significant reliability (internal consistency).
The validity of this study was measured using convergent and discriminant validity. The convergent validity was tested using lambda (factor loading), t-ratio, p-value, square multiple corrections, communalities, average variance extraction, and composite reliability. The results in tables 4.5 and 4.7 revealed that convergent validity was established. Furthermore, discriminant validity was tested using correlations between the constructs, factor correlation matrix and comparison between correlations square (r 2 ) and average variance extraction. The results in table 4.6 indicate that discriminant validity was also well established.
Latent Variables
The latent variables are unobserved variables which are measured by the manifest variables. The latent exogenous variables for this study were; training, supervisor support, co-worker support, and leadership while the latent endogenous variables were employee psychological empowerment and innovation. The manifest variables of each latent variable are presented in the Table 3.2.
Data Analysis Procedure
As depicted in table 3.2, the factors are measured by more than one manifest variables. Hence, the best model specification (data analysis model) that can help to address the research objectives is structural equation modelling. Prior to the application of structural equation modelling, the data was analyzed using exploratory and confirmatory factor analyses. Exploratory Factor Analysis (EFA) was used to extract factors that represent the conceptual model's construct and Confirmatory Factor Analysis (CFA) was applied to test the appropriateness of the measurement model. Subsequently, data analysis was done using structural equation modelling. Therefore, the equations that help to address the research objective were: 
Results
Response Rate
The questionnaire was administered to each of the 770 employees in MSRA firms situated within Nairobi. Out of these, 387 questionnaires were returned which makes up to 50.26% response rate. The data was collected from the lower level employees of each marketing research firms. According to SEM's sample size formula N: q (387/77 = 5:1), the sample size of this study was adequate to analyze the data using SEM. Furthermore, the Kaiser-Meyer-Olkin Measure of sampling adequacy in table 4.1 is 0.911, which is greater than the threshold (50%). Therefore, the response rate of 50.26% was adequate for SEM. .000 a. Determinant = 1.751E-008
Preliminary Analysis
Prior to application of SEM analysis, the data was subjected to diagnostic analysis to ascertain the appropriateness of its underlying parametric characteristics for this statistical application. This entailed the parametric tests of exploratory factor analysis, and confirmatory factor analysis as presented and scientifically discussed below.
Exploratory Factor Analysis
The exploratory factor analysis test is to screen the data to establish its suitability for SEM. This was done using the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy (MSA), item correlations and partial correlations were used to assess the adequacy of the data for factor analysis. As presented in Table 4 .1, the overall measure of sample adequacy (MSA) exceeded the 0.50 criterion (MSA = 0.911), items' partial correlations were low (< 0.30) and the item correlations was not zero (determinant = 1.751E-008). Determinant greater than zero implies that the assumptions of positive definiteness are not violated. Bartlett's test of sphericity in Table 4 .1 is significant (Chi-Square = 6665.030, df = 630, p = 0.000) indicating existence of significant non-zero correlations among the measurement items. These results provided support that the data was appropriate for factor analysis.
To extract the factors, the researchers used maximum likelihood and promax oblique rotation method. This choice was found suitable since the underlying factors were suspected to be non-orthogonal and the factors were to be used in subsequent analysis of structural relationships. The unconstrained initial solution resulted in ten factors explaining 53.516% of the item variance. The items were found to have good communalities (> 0.50), however, three items were cross-loaded. The factor model was re-specified by iteratively trimming off the problematic items. The re-specified model extracted seven factors explaining 51.972% of the item variance and the items loaded cleanly onto their prior factors as shown in Table 4 .2 below. To assess the degree of internal consistency of the manifest variables, Cronbach's alpha coefficient was used. As seen in table 4.3 the alpha coefficients exceeded 0.70 except leadership 2. Leadership 2 was excluded from the further structural equation modelling analysis. Hence, the reliability of these findings indicated that there was good internal consistency. Therefore, the research instrument had good reliability. Once the above data screening tests were satisfactorily carried out, data was subjected to measurement model test using confirmatory factor analysis. The results are presented and scientifically discussed below.
Confirmatory Factor Analysis
Confirmatory factor analysis starts by testing whether the data fit a hypothesized measurement model or not. Subsequently, this tool helps to identify which manifest variables should be retained and which ones to be removed from further SEM analysis using uni-dimensionality test. were removed from further analysis because they did not significantly represent their construct. Then, the measurement model fit was tested and the results in Table 4 .4 revealed that the adjusted chi-square confirmed that the data fits the measurement model because CMIN/DF is between 2 and 5. Likewise, the values of incremental fit index (IFI) and comparative fit index (CFI) were greater than threshold, which was 0.90. The value of Root Mean Square Error of Approximation (RMSEA) was less the threshold, 0.080 and RMR was also less than the threshold, 0.050. Therefore, the data fitted well to measurement model. Furthermore, square multiple correlations were analyzed to assess the extent to which the dependent variable is explained by the independent variables after X4, X5, X6, X9, X10.1, X10.2, X10.3, X10.5, X11.1, X13.3, X14.1, X14.2, X15.1, X15.2, X15.3, X16.1, X16.2, X16.3, I3, I10, I11, I12, Y7 and Y9 were removed. The threshold for the square multiple correlation was 20%. This further helped to identify which manifest variables should be retained for further analysis and which have to be removed. Table 4 .5 showed that all the manifest variables are statistically significant. Table 4 .5 demonstrated that the factor loadings are greater than 0.695, which implies that the manifest variables were significant indicators of the constructs. However, the study requires further investigation for discriminant validity and convergent validity to proceed to structural model fit test in order to address the research objectives correctly. Based on CFA and EFA tests, discriminant validity of this study was established as showed in Table 4 .6 because the correlations between the contracts were less than 0.60. Besides, the correlations square was less than the average variance extraction. This implies that the four constructs of this study were measuring different things. Hence discriminant validity of this study was well established. The convergent validity of this study was tested using the regression weights of the factor loadings, average variance extraction and composite reliability. The factor loading in table 4.5 and average variance extraction in table 4.7 were greater than 0.50. This implies that convergent validity is established. Besides, the composite reliability was greater than the threshold, which is 0.70 and therefore, the convergent validity of this study was also established. Established Since all the above analyses provided satisfactory results, the data was subjected to structural equation modelling test to address the research objectives. However, the procedure required for valid results to be obtained is that the data has to be subjected to structural equation model fit test before estimating the regression weights between latent exogenous and endogenous variables.
Structural Model Test
The structural model fit was tested by adjusted chi-square, incremental fit index (IFI), Tucker Lewis index (TLI), comparative factor index (CFI), Root Mean Square Error of Approximation (RMSEA) and RMR. The recommended threshold is the same as stated above in the confirmatory factor analysis. The results in table 4.8 indicated that the data fitted with the structural equation modelling. .000 Lastly, the relationships between latent exogenous and endogenous variables were interpreted using unstandardized regression weights at 5% level of significance from Tables 4.9 and 4.10. The interpretation is the same as the factor loading in measurement model above except SEM mainly focuses on the relationship between constructs.
Relationship between Organizational Climate, Employee Psychological Empowerment and Innovation
Based on the results in Table 4 .9, all the assessed manifest variables had a positive significant effect on their construct. This Table further elaborates that the manifest variables of the employee psychological empowerment was divided into two constructs, namely, empowerment 1 and empowerment 2. Empowerment 1 entails about employees' psychological empowerment based on the meaning they put on their work and their competence. However, empowerment 2 elaborates the employee psychological empowerment based on their self-determination.
Furthermore, Table 4 .9 revealed that leadership had a positive statistically significant effect to both employee psychological empowerments (P = 000). For employees to feel empowered, they need to feel their job is important and meaningful not only to them but to the organization. Employee feel competent to perform their job owing to the skills mastery and confidence which further gives them self-assurance. Such a climate is created by the leaders. From the several leadership qualities tested in the instrument, it was found that most of the qualities earlier validated to describe transformational leadership filtered randomly to influence the outcome of employee empowerment in MSRFs with exception of reward consideration which described reward contingent. Majorly, it was found that the leaders idealized quality of going beyond self-interest for the good of the group and expressing issues with a few simple words of what staff could and should do empowers the staff at MSRFs. MSRFs leaders also inspire staff with appealing images about what staff can do and helps them to find meaning in their work. The ability of these leaders to stimulate the staff intellectually to think about old problems in new ways as the leaders provide them with new ways of looking at puzzling things is empowering. These leaders inspire staff to rethink ideas that they had never question before. The leaders help the employees to develop themselves and they individually consider employee and let them know how they are working. They reward employees by paying attention to their achievements. The findings harmonized with the findings of Berraies, Chaher and Yahia (2014), , , and . The findings of this study were also in line with the theory of transformational leadership. Table 4 .10 depicts that transformational leadership was similarly found to have significant effect on employee innovations (P = 0.003). Employees felt that the leader influence their creative abilities to generate new ideas. These leaders support the employees' efforts in the development of new ways or ideas to achieve objectives of the organization. Employees are able to generate original solutions for problems in the organization which include searching new working methods, techniques or instruments. The leaders' help employees track any new ideas they generate and encourage co-worker participation to the implementation of the new ideas fronted. Such leadership support concurs with the transformational leadership theory which holds that this leadership is measurable in terms of the leader influence to the followers and can be used to predict follower's behaviour and performance outcomes . Transformational leadership behaviours, characterized by individualized consideration and motivation, anchored on the leader's vision and values contribute to a culture that facilitates employee innovation (Elenkov & Manev, 2005; . The findings also concurred with the findings of . also stated that leaders influence social innovations involving the creation of new business models that can meet the needs of underserved populations more efficiently, effectively, and if not profitably, at least sustainably. The specific leadership behaviours may influence innovation through compliance as part of the organizational culture. Leaders who increase in centralization hindered innovations.
The results in Table 4 .9 shows that workplace support had a positive significant effect on empowerment 1 (P = 0.000) but insignificant effect on empowerment 2 (P = 0.504). This implies that the workplace support, which generates from the managers and co-workers enhanced the meaning to employees' work and it improves employees' competence. Hence, it is directly proportional to the employees' psychological empowerment. A workplace climate where employees feel that their job is important and valued by the organization, they feel empowered. This means that employee job competence and meaning significantly empowers them. However, workplace support did not enhance employees' self-determination. This is because when the employees feel a workplace climate that does not support their freedom and autonomy on their job, or does not support co-workers to help them, may result to a feeling of powerlessness, which can reduce their self-determination to innovate. Table 4 .10 describes that workplace support had insignificant effect on innovation (P=0.247). The workplace supports that make the employees to be innovative in generating new ideas and implementing them is not yet effective. Consequently, the organizational climate based on workplace support in MSRFs did not have significant effect to innovation because the workplace support is not yet conducive to the employees. The findings did not support a previous study that found employees' innovative behaviour depends greatly on their interaction with others in the workplace . Table 4 .9 shows that training support had insignificant effect on both employee psychological empowerments (P > 0.05). The findings imply that adequacy of training budget, the cost of training per employee and frequency of trainings in MSRFs showed insignificant influence on employee feeling that training makes their job meaningful and important to the organization they work for. Besides, the training offered to the employees does not make them feel self-determined to generate new ideas or technique in work methods. This might be the quality and quantity of training offered to the employees of MSRFs could be low standard. Moreover, the training might not match the requirements or expectations of the employees. On the other hand, the training offered might not be able to help them to have adequate knowledge, skills, abilities and interest to develop new ideas, methods and approaches to make their work easy. Employee in this industry feel that they do not have autonomy and independence to set their own work schedules or have their co-workers support them to execute new ideas. This has left them disinterested with departmental activities and achievements which could further affect innovations at MSRFs negatively. Consequently, Table 4 .10 presented that training had insignificant impact on innovation (P = 0.255). The findings were inconsistent with the componential theory that postulate that creativity and innovation is dependent on the level of expertise (skills, training and knowledge), environment he/she is operating, particularly social environment (personality) and the intrinsic motivation . The findings also differed with that of who found that offering training opportunities to workers reduces misunderstandings which may stifle creativity and innovation. The findings did not harmonize with that of Patterson, West, Shackleton and Dawson (2005) who found that employees' willingness to train and acquire knowledge enable companies to improve innovation capabilities. Therefore, the insignificant result in this study could be due to low standard of training, inadequate manifest variables of training, or lack of autonomy and independence at MSRFs which according to a previous study by Jafari and Iranzadeh (2013) found critical for training support to result to innovation.
Based on the mediating effect in Table 4 .9, both employee psychological empowerments have significant effect on innovation (P < 0.05). However, using both direct and indirect effect in Table 4 .10, empowerment 1 had insignificant effect on innovation (p = .761) but empowerment 2 has significant effect on innovation (P = 0.000). The results were consistent with the recommendation by researchers who pointed out that employee empowerment is a critical factor for innovation (Brunetto, Farr-Wharton, & Shacklock 2007; . Similarly, found employee empowerment has a positive effect on trust, innovation and organizational performance. However, the results were inconsistent with who in their study concluded that empowerment did not affect the company's ability to innovate. Besides, another study by contrasted this study by revealing that this managerial practice has a negative effect on organizational innovation. Table 4 .10 depicts for both direct, indirect, and total effect. Moreover, it helps to assess the effectives of the mediating effect of employee psychological empowerment on the relationship between organizational climates on innovation. The employee psychological empowerment had partial mediating effect when calculated using Sobel test (Sobel, 1982) as presented in tables 4.10 and 4.11. Table 4 .11 further depicts the statistical significance of the mediation effect of employee psychological empowerment using the Sobel test (Sobel, 1982) . The results in table 4.11 revealed that employee psychological empowerment mediated the relationship between leadership and innovation only. The type of mediation effect was partial mediation because both the direct and indirect effects are significant as presented in table 4.10. This study has yielded a high empirical validity for its theoretical model that was to establish the relationship between organizational climate, employee psychological empowerment and innovations. The findings supported transformational leadership and the intrinsic motivation theories. In tandem with transformational leadership theories, it was found that transformational leadership is the most salient factor influence both employee empowerment and innovation despite many scholars avoiding inclusion transformational leadership in their studies of relationship between organizational climate and innovations citing that it is hard to measure, self-promotional and hard to train. The findings concurred with the transformational theory in that MSRFs operate in unstable business environments that previous scholars found to favor transformational leadership to thrive. From this result it is therefore suspect that exclusion of transformational leadership in the previous studies of organizational climate and innovation relationship might have caused the inconsistent results reported. The study strongly supports the theory of transformational leadership and call for scholars to consider this very important variable as a climate factor and test its influence in other industries or sectors to verify our finding and accord its generalization.
Similarly, intrinsic motivation theory was supported by the study results. The theory proposed states that, an individual is intrinsically motivated to behave in a certain way when he feels internally rewarded by the behavior chosen. Intrinsic motivation is driven by self-desire to seek out new things and new challenges, to analyze individual's capacity, to observe and acquire knowledge. From this study, employees who felt intrinsically motivated had self-determination which significantly influenced their innovative behavior at MSRFs in Kenya. This theory of intrinsic motivation holds that self-determination founded on competence, autonomy and relatedness innate empowered employees to optimally function and grow. This concurred with the finding that employee who had self-determination driven by autonomy and independence influenced innovation. It was found that employees' who did not have self-determination but had competences and meaningful jobs did not feel empowered to innovate. This means empowerment may have enhanced self-determination for them to innovate. This therefore made the researcher suspect that omission of employee empowerment to mediate innovation and organizational climate could have as well yielded the varied results on influence of and innovation. The researcher may therefore call other scholars to test this mediating effect of employee empowerment in similar studies using more factors to verify the finding to generalize to other sectors.
It was also found workplace support from leaders and supervisors who strengthened their competences and designed meaningful jobs empowered employees but did not affect their determination which is innate. This again put workplace support critical to drive a feeling of competent and their job importance which can reduce with absence of this support.
This concurs with the transformational leadership theory where the leader influences employee's behavior and feelings. This verify where many scholars have considered workplace support in the studies of organizational climate and into predict employee feelings and behavior.
Although training support empirically fitted very well as organizational climate variables based on cost, frequency and size of the budget it had insignificant effect on both psychological empowerment and innovation in MSRFs in Kenya just as was hypothesized. This contrasted with the componential theory which hold that skills, training and knowledge determine innovativeness of employees. This made the researchers suspect why training might have been left out in many studies of organizational climate and innovation. This may call for inclusion of more indicators of training support to verify the true position of impact of training support on innovation. Scholars and researchers may incorporate other variables like autonomy and independence which other scholars in the past had found critical to influence training outcomes.
The study indicated there could be a positive relationship between organizational climate, employees' psychological empowerment and innovation. It was found that the mediating variable (employee psychological empowerment) had partial effect between OC and innovation. This is a finding that has not been fronted by other scholars in the past. Future studies may need to incorporate other factors to explore the mediation effect of psychological empowerment between organizational climate and innovation given that scholars have concurred that organizations can sustainably remain afloat if only employees are innovative. Angle, H. A. (1989) . Psychology and organizational innovation. In A. Van 
